Introduction 24
Sport and emotion are inextricably linked (Vallerand, 1983; Vallerand & Blanchard, 25 2000) . For individuals in various roles (e.g., participant, coach, fan, etc.), emotion is at the core 26 of the sporting experience (Duquin, 2000) , and the passion that sport engenders is regarded as a 27 distinguishing characteristic of the industry (Stewart & Smith, 1999) . Sport and emotion have 28 been studied from multiple perspectives (e.g., sociological, psychological, and physiological) 29 and in relation to numerous subjects such as pride, performance, culture, and fan experience 30 (Duquin, 2000; Vallerand & Blanchard, 2000) . The sport management literature has also 31 addressed the study of emotion, with this being primarily through the lens of consumer behavior 32 and its association with fan-related attitudes and behaviors (e.g., Wann, Dolan, McGeorge, & 33 passions and emotional attachments, despite the often variable quality of the product" (p. 2), and 47 suggest that evidence provided from studies of job satisfaction and volunteering patterns may be 48 indicative of a similar irrationality amongst the sport industry workforce. Todd and Harris (2009) 49 suggest that the pride of sport employees can be a psychological benefit which leads to increased 50 levels of satisfaction and performance. Their investigation of pride amongst employees of 51 professional sport teams, and its impact on the development of organizational identification, 52
suggests that this element of emotion may be similar to passion in its particular relevance to 53 employees within sport. 54
With sport being so closely intertwined with the concept of emotion, the lack of attention 55 given to its role in sport organizations is surprising. Other than Todd and Harris (2009), the study 56 of pride and passion in the workplace is notably absent in the sport management literature. This 57 have emerged over time (Vallerand & Houlfort, 2003; Vallerand et al., 2003; Vallerand, 2010) . 116
The first, espoused by Descartes (1596-1650), conceptualizes passion as a strong emotion which 117 can be positive when reason serves as a basis for behavior (Vallerand et al., 2003) . The second, 118
proposed by Spinoza (1632-1677), is in concert with passion's etymology (from Latin passio 119 meaning suffering) where passion can be negative because it is associated with a loss of reason 120 and control (Vallerand, 2010) . 121
Both of these perspectives are evident in the sporting environment. On one hand, it could 122 be argued that passion has generally taken on a positive connotation in recent history, with a 123 multitude of venerated descriptions of passionate athletes, coaches, and managers (e.g., Michael, 124 2008 , Zinser, 2005 , and success often considered to be at least in part the result of the passion 125 and psychological conflict (Trepanier et al., 2014; Vallerand, 2010) . In accordance with these 139 differing relationships, a dualistic model of passion toward activities (such as work) has been 140 developed (Vallerand & Houlfort, 2003; Vallerand et al., 2003) which incorporates two distinct 141 forms: harmonious and obsessive. This approach conceptualizes the general notion of passion as 142 a strong feeling towards something which individuals like (or even love), find important, and 143 invest their time and energy in (Vallerand et al., 2003; Vallerand, Paquet, Philippe, & Charest, 144 2010 ). However, the specific form of passion is then distinguished by the process in which the 145 focal object is internalized into an individual's self-concept (Vallerand et al., 2003) , which can 146 be either autonomous or controlled (Deci & Ryan, 2000; Sheldon, 2002) . 147
Harmonious passion refers to "a strong desire to freely engage" and is the result of 148 autonomous internalization where individuals willingly accept the activity (or object) as 149 important (Marsh et al., 2013, p. 797) . This sense of willing participation is associated with 150 volition and personal approval , where individuals freely engage in the 151 activity rather than feeling compelled to do so (Vallerand et al., 2003) . In contrast, obsessive 152 passion refers to a "strong and uncontrollable urge to partake in the activity" (Belanger, 153 Lafreniere, Vallerand, & Kruglanski, 2012, p. 2), and is the result of controlled internalization 154 where pressures are felt due to the perception of attached contingencies . 155
In this situation individuals feel compelled to take part due to pressures such as social acceptance 156 and self-esteem preservation, or because an uncontrollable sense of excitement is derived from 157 engaging in the activity (Vallerand et al., 2003) . 158
In concert with these dual conceptualizations of passion, research has generally shown 159 harmonious passion to be associated with positive outcomes and obsessive passion to be linked 160 to negative (or less positive) consequences (Forest et al., 2011) . For example, the literature indicates that harmonious passion is positively associated with psychological well-being (Forest 162 el al., 2011), self-esteem (Vallerand et al., 2008b) , work engagement (Trepanier et al., 2014), and 163 adaptive outcomes and positive emotions in general (Vallerand et al., 2003) . Additionally, 164 harmonious passion has been seen to be negatively associated with constructs such as burnout 165 (Vallerand et al., 2003) . In addition, some studies have indicated obsessive 173 passion to have a negative relationship with adaptive outcomes such as psychological well-being 174 and subjective vitality (e.g., Forest et al., 2011) . 175
Pride 176
One of earliest references to the notion of pride is Aristotle's (384-322 BCE) 177 conceptualization of it as a fundamental moral virtue (Sokolowski, 2001) . From this perspective 178 pride is a positive construct relating to dignity, self-efficacy, and feeling valuable as a person 179 (Wärnå, Lindholm, & Eriksson, 2007) . This view is in line with the etymology of the word 180 which stems from a variety of meanings such as having high opinion of oneself (prut: Old 181 English), valiant (prud: Old French), and being of value (prudesse: Latin). 182
The concept of pride also has a close connection to the sporting environment. In relation 183 to coaches and players, feelings of pride are generally viewed as being worthy of pursuit and experienced in conjunction with hard work and team success (e.g., Maraniss, 1999) . For 185 example, a common message in the sport psychology domain is that coaches should instill pride 186 in their players to engender group cohesion which can ultimately contribute to team success 187 (e.g., Weinberg & Gould, 2011) . Pride has also been identified as an important factor in the sport 188 management literature. For example, civic pride has been viewed as an important benefit of 189 hosting sporting events (e.g., Misener & Mason, 2009 ), and national pride has been seen to play 190 an important role in the development of national identity (Chalip, 2006) . It has been suggested 191 that volunteering at international sporting events can be viewed as an avenue for individuals to 192 express their national pride (Bang & Chelladurai, 2009) , and that facilities can provide a tangible 193 source for fans to experience the feeling of pride associated with sport (Wann, 2006) . In sum, the 194 concept of pride has been portrayed as the "cornerstone of fan consumption" and considered to 195 be an antecedent of outcomes such as fan commitment, loyalty, and increased consumption 196 (Decrop & Derbaix, 2010, p. 586). 197 In the management and organizational behavior literature, the notion of pride has 198 sometimes been viewed as an evaluation of the attitudinal target's status and general worth (e.g., 199
Blader & Tyler, 2009; Smith & Tyler, 1997; Tyler & Blader, 2001) . While this approach has 200 seemingly emphasized the cognitive aspects of the construct, in the current investigation we 201 conceptualize pride more in line with recent studies which also account for its affective nature 202 (e.g., Gouthier & Rhein, 2011; Horberg, Kraus, & Keltner, 2013) . This approach does not cast 203 pride as purely an affective construct, but instead is consistent with Smith and Tyler's (1997, p. 204 intentions to stay (e.g., Tyler & Blader, 2001) . Indeed, pride in the workplace has been referred 217 to as strategic asset which is closely linked with employee performance and business success 218 more generally (Katzenbach, 2003a; 2003b) . However, it has been suggested that many views 219 noting the importance of pride are based more on anecdotes and intuition rather than empirical 220 investigation (Gouthier & Rhien, 2011) . Hypotheses 1b: Harmonious passion will be positively related to job satisfaction. 267
Hypotheses 2b: Obsessive passion will be unrelated or negatively related to job 268 satisfaction. 269
The construct of job involvement refers to the degree of cognitive preoccupation and 270 concern individuals have with their current job (Paullay, Alliger, & Stone-Romero, 1994). 271
Although we know of no passion research specifically assessing its relationship with job 272 involvement, some studies have indicated a positive association with related constructs such as 273 concentration (Forest et al., 2011; Vallerand et al., 2003) , cognitive absorption, and attention (Paullay et al., 1994) , we also propose a positive relationship between harmonious passion and 276 job involvement on the basis that autonomous internalization of work leads to employees to 277 experience task engagement more fully (Vallerand et a., 2003) . Another reason for this proposed 278 positive relationship is that employees will be more likely to invest their attention to roles that Hypotheses 1c: Harmonious passion will be positively related to job involvement. 286
Hypotheses 2c: Obsessive passion will be unrelated or negatively related to job 287 involvement. 288
Finally, organizational citizenship behaviors (OCBs) are those of a discretionary nature, 289 which are not directly or explicitly recognized by a formal reward system, yet still promote the 290 effective functioning of the organization (Ferrin, Dirks, & Shah, 2006; Organ, 1988) . Although, 291 little attention has been given to the relationship between passion and OCBs, we propose a 292 positive relationship on the basis that an intense desire to freely engage in one's work should lead 293 to prosocial activity on behalf of the organization (Marsh et al., 2013) . In addition, with OCB-294 related concepts such as teamwork, cheerleading, and sportsmanship (Organ, 1988; 1990) being 295 highly relevant in this environment, it seems that sports employees with harmonious desire 296 would be naturally inclined to engage in behaviors directed more specifically to colleagues as 297 well. However, as obsessive passion is generally associated with less adaptive (or maladaptive) outcomes (Vallerand et al., 2008a) , we propose that obsessive passion will be unrelated or 299 negatively related to OCBs. As obsessive passion is related to internal pressure and rigid 300 persistence of tasks (Vallerand et al., 2003) , this inflexibility may lead employees to view OCBs 301 as distractions or even threats to their primary work (Burke et al., 2015) . We therefore propose 302 that harmonious and obsessive passion will also demonstrate contrasting relationships with 303 discretionary behaviors which are beneficial to the organization. 304
Hypotheses 1d: Harmonious passion will be positively related to organizational 305 citizenship behavior. 306
Hypotheses 2d: Obsessive passion will be unrelated or negatively related to 307 organizational citizenship behavior. propose that pride in the workplace will be positively associated with employee levels of 315 affective organizational commitment. As employees experience positive emotion from 316 perceptions of job importance and status, we propose that these individuals will attribute some of 317 this feeling to their employing organization and in turn become more emotionally attached (e.g., 318
Bedeian, 2007). Relatively few studies have assessed the association between pride and 319 commitment in the workplace, however some empirical support does exists for a positive relationship between affective commitment and both group pride (Tyler & Blader, 2001) and 321 organizational pride (Ellemers et al., 2011). We therefore propose the following hypothesis. 322
Hypotheses 3a: Pride in one's job will be positively related to affective 323 organizational commitment. 324
We also propose that pride will be positively related to employee job satisfaction in this 325 setting. As individuals experience positive feelings from perceptions of their job's status and 326 importance, it seems likely that this will lead to positive evaluations and feelings about their job 327 or job situation (Locke, 1976; Weiss, 2002) . The literature also provides empirical support for 328 this proposition, with pride demonstrating a positive influence on work satisfaction (Ellemers et  329 al., 2011), as well as satisfaction with one's job and supervisor (Tyler & Blader, 2001) . 330
Hypotheses 3b: Pride in one's job will be positively related to job satisfaction. 331
A similar relationship is also proposed between pride and job involvement. We know of 332 no research specifically assessing this relationship; however we suggest that feelings related to 333 perceived job importance and value will lead to increased levels of cognitive preoccupation and 334 concern for one's job, along the lines of Paullay et al. (1994) . That is, the more employees 335 experience positive emotion in relation to job status, the more focused they will become to 336 deliver on expectations and maintain their occupational standing. 337
Hypotheses 3c: Pride in one's job will be positively related to job involvement. 338
Finally, we suggest that pride in one's job will lead to prosocial behaviors beyond 339 employees' contractual obligations. For example, employees who experience positive feelings 340 from perceptions of job importance and value may also be more likely to assist coworkers as an 341 additional means of feeling important and valued. In addition to its relationship with the aforementioned attitudinal outcomes, we propose pride to be an important affective construct 343 which also leads to positive employee behaviors in professional sport organizations. 344
Hypotheses 3d: Pride in one's job will be positively related to organizational 345 citizenship behaviors. Allen, and Smith's (1993) six-item affective commitment scale, and job satisfaction was assessed 368 with Cammann, Fichman, Jennkins, and Klesh's (1983) three-item measure. Following Frone, 369 Russell, and Cooper (1995), job involvement was measured using the five-item abbreviated 370 version of Kanungo's (1982) job involvement scale with items assessed on a six-point Likert-371 type scale (1 = strongly disagree; 6 = strongly agree). Finally, organizational citizenship behavior 372 was assessed using three-items from Lee and Allen's (2002) measure for citizenship behaviors 373 towards coworkers. 374 survey respondents across the six variables. The results of a chi-square test (p = .32) indicated 383 that responders and non-responders did not differ with respect to gender, and MANOVA results 384 indicated no differences amongst the other variables (Wilks' Λ = .99, F(5, 1028) = 1.59, p = .16). 385
Data Analysis and Results
These results suggest a reduced concern of nonresponse error for the current study. 386
Common methods bias refers to an element of measurement error that can be attributed to 387 the method used in a particular study (Podsakoff, MacKenzie, Lee, & Podsakoff, 2003) . As a first indication, Harman's one-factor test was conducted by performing a principle component 389 analysis with all items in the study (e.g., Stam & Elfring, 2008) . Six distinct factors were 390 extracted explaining 67% of the total variance, with the first factor accounting for 33%. With no 391 single factor emerging, nor one which accounted for a majority of the explained variance, these 392 results lessen the concern regarding common method variance in the current study (Stam & 393 Elfring, 2008) . As a second test, a single item marker variable of agreeableness was also 394 included, as marker variables are theoretically not related to any other variables in the study 395 (Podsakoff et al., 2003) . Other than a small negative association with affective commitment 396 (-.08) and job satisfaction (-.13), the marker variable was not significantly correlated with any of 397 the other constructs in the current study (p <.05). The collective results suggest that common 398 method variance is not of great concern in the current research (Pritchard & Funk, 2010) . loading on their respective latent constructs. As there were some items with non-normal 403 distributions, all SEM analysis utilized maximum likelihood estimation with robust standard 404 errors (MLR), which addresses the potential violation of multivariate normality in such 405 circumstances (Muthén & Muthén, 1998 -2012 . To assess the convergent validity of the seven 406 constructs, we assessed both the construct reliability (CR) and average variance extracted (AVE) 407 levels as outlined by Fornell and Larcker (1981) . All the constructs had CR and AVE levels 408 above .7 and .5, respectively, with only one exception. Contrary to previous findings, 409 harmonious passion indicated inadequate convergent validity (CR = .64; AVE = .38) and was was then assessed which specified the remaining six constructs and their associated items. All 412 factor loadings were significant and above the recommend .5 level (Hair, Table 1 . 420
---INSERT TABLE 1 ABOUT HERE ---421
Discriminant validity was also assessed by comparing the squared interconstruct 422 correlation (SIC) values with the AVE value for each construct (Fornell & Larcker, 1981) . In all 423 but the following two cases, the AVE was greater than the SIC values between relevant construct 424 pairs: obsessive passion and job involvement; and, affective commitment and job satisfaction. 425 Following Anderson and Gerbing (1988), chi-square difference tests were then conducted which 426 compared the measurement model with two alternate models that constrained the relationship 427 between each of these construct pairs to be equal to 1.0 (Anderson & Gerbing, 1988) . As 428 appropriate with MLR estimation, all SEM procedures of this nature utilized the Satorra-Bentler 429 scaled chi-square difference test (Muthén & Muthén, 1998 -2012 . In both cases, the results 430 indicated that the constrained model has significantly worse fit with the data than the 431 unconstrained measurement model: obsessive passion and job involvement (Δχ2 (1) = 118, p < 432 .001); and, affective commitment and job satisfaction (Δχ2 (1) = 262, p < .001). In addition to this 433 analysis providing support for discriminant validity, this is generally not viewed as a concern when correlation levels are below the .85 level (Kline, 2005). These results lessened the concern 435 for discriminant validity issues, and the measure model was retained for use in the structural 436 model analysis. for the hypothesized model (Model 1), two alternative models were also considered (see Table  445 2). The first comparison (Model 2) As the literature suggests that passion is the result of how an activity is internalized into 476 the self-concept (Vallerand et al., 2003) , one explanation for the current findings is that passion 477 is somehow internalized in a different manner within the professional sport setting. The dualistic 478 approach outlined above proposes that a passion which is internalized though free acceptance 479 and without perceived contingencies (i.e., harmonious) will in turn lead to positive outcomes. Therefore, rather than perceiving interpersonal or intrapersonal expectations as a contingency, 481 obsessive passion in the present context might instead be internalized in an autonomous fashion. 482
That is, the "strong and uncontrollable urge" (Belanger et al., 2012, p. 2) to take part in work 483 activities may be more freely accepted by employees working in the sport environment. One 484 explanation could be that the team environment of the current study might facilitate free 485 acceptance of interpersonal pressures, as reliance on others is a standard aspect of team 486 dynamics. For example, it could be that many sport employees have sporting backgrounds that 487 have conditioned them to view pressure from their work teams as standard operating procedure, 488 or perhaps even something that they welcome in relation to an interest and background in 489 Viewing sport employee mentalities in this way, it could be that an obsessive mentality 520 towards work may be a normative component of the organizational cultures and internalized 521 more freely in this setting. An uncontrollable sense of excitement may be derived from working 522 in this atmosphere, but internalized autonomously and welcomed by those who are can strongly 523 relate to sports participation. As the primary objective of these organizations is to enable success 524 in the competitive arena, employees may readily accept associated pressures as a normative aspect of the environment. Future research should investigate this mentality more fully, and also 526 consider the role of deliberate practice in this process. 527
The concepts which are reflected in the obsessive passion survey items may also be 528 instructive when considering this positive influence further. These questions relate to employees 529 being emotionally reliant on their jobs, experiencing obsessive feelings about work, and having 530 difficulty imagining life without their current occupation. The notion that emotional significance 531 can serve as a positive force is consistent with Todd and Kent's (2009) research on social 532 identity and sport employees. Underscoring the emotional significance attached to membership 533 in high profile status groups (e.g., Tajfel, 1981), these authors proposed that working in sport can 534 engender psychological fulfillment which leads to organizationally relevant attitudes and 535 behaviors. As they referred to this concept as a positive social identity derived from increased 536 levels of member attraction (Todd & Kent, 2009), a desire to be part of the sport industry might 537 also be associated with unbridled excitement and compelling urges to work in this setting (i.e., 538 obsessive passion) (Vallerand et al., 2003) . In addition, the knowledge of belonging to a high 539 profile social group (e.g., professional sport) could indeed become part of an individual's self-540 concept (e.g., Tajfel, 1981) and therefore make it more difficult to imagine working in a different 541 environment. The relationship between passion and social identity is worthy of further 542 exploration, and the connection between these concepts provides additional perspective on how 543 obsessive passion can have a positive influence in this setting. 544
The influence of the predictor variables ranged from small to large in effect size (Cohen, 545 1988) with r-squared values indicating between eight and sixty-four percent of variance 546 explained in the outcomes (see Figure 2 ). Of particular note was the strong positive effect of 547 obsessive passion on job involvement, as this construct is not generally found to be associated with task-related concentration (Vallerand, 2010) . One basis for obsessive passion being non-549 conducive to cognitive performance is because ego-invested processes are also involved 550 (Hodgins & Knee, 2002; Vallerand, 2010) . Individuals are unable to concentrate due to 551 distracting external factors such as the outcomes and other participants, which only allows for 552 partial investment on the task at hand (Vallerand, 2010) . One explanation for obsessive passion 553 being supportive of job involvement in the present case is that a team-focused environment 554 might meld these factors more closely together. With a focus on team outcomes being 555 predominant in this setting, it could be that outcomes related to specific tasks seem less of 556 distraction and simply in line with the main objectives of the organization. Furthermore, a large 557 emphasis on teamwork might also assist in participant cohesion in this environment. Such a 558 factor might therefore lead employees to see other task participants as less of a distraction and 559 more as a useful cog in the overall process. With job involvement's close connection to 560 individual performance and organizational effectiveness (Diefendorff, Brown, Kamin, & Lord, 561 2002; Lawler, 1992) , subsequent research should examine the potential for obsessive passion to 562 play such a significant positive role in other sport settings. As professional sports teams represent 563 only a fraction of the sports industry as a whole, additional inquiry should address this 564 relationship within a variety of other sectors (e.g., manufacturing, and non-profit organizations). 565
Finally, obsessive passion's relative impact on the outcomes should also be considered. 566
While interpreting the results it should first be noted that some of the positive influence of 567 obsessive passion could in part be due to variance shared with harmonious passion. Future 568 research should therefore look to test the potential for such a circumstance when considering the 569 relative influence of each passion construct. Although the directionality of obsessive passion's unexpected. Obsessive passion had a larger effect on all of the attitudinal outcomes, with job 572 pride having the greater influence on OCBs only. When comparing meanings between the two 573 predictor variables, it may be that the interpersonal aspects of job pride (i.e., value and 574 admiration) are more relevant for promoting prosocial activities on behalf of the organization 575 (e.g., Marsh et al., 2013) . Nevertheless, with pride being a more established predictor of key 576 outcomes such as satisfaction, self-efficacy, and commitment (e.g., Ellemers et al., 2011; Todd & 577 Harris, 2009; Tyler & Blader, 2001) in the mainstream literature, obsessive passion's significant 578 influence in the professional sport setting whilst accounting for job pride is notable. 579
Limitations, future directions, and concluding comments 580
As directions for future research are considered, limitations of the current study should 581 also be noted. The cross-sectional design of present research does not account for any differences 582 in data which may occur over time, nor does it allow for conclusions to be made regarding 583 causality. Future studies should therefore consider multiple data collection points to address this 584 issue, especially as these might identify any nuances due to the seasonality of professional sport. 585
As customary in the literature, the measurement model and structural model were also analyzed 586 using the same sample. Whilst the current data had representation across five major sports 587 leagues, cross-validation with alternative samples from various geographical regions is also 588 recommended for future research. In addition, a major limitation to the current investigation is 589 that the abbreviated harmonious passion scale did not satisfy the statistical criteria necessary for 590 inclusion in the structural equation analysis. Use of the extended passion scale is therefore 591 recommended for future studies to potentially mitigate this circumstance, and provide increased 592 the concept of pride to consist of two different types; authentic and hubristic. According to the 621 authors, authentic pride is associated with accomplishment and confidence, whereas hubristic 622 pride has a narcissistic element relating to arrogance. Future research on employee pride in the 623 sport industry should therefore look to also consider the role that these more specific types of 624 passion might also pay in the sport environment. 625
As the current study incorporated only positive outcomes, additional research is needed 626 which considers the potential for negative outcomes of passion and pride. Despite the positive 627 effects found in this research, the literature generally indicates that obsessive passion is related to 628 negative outcomes such as rigid persistence, burnout, and life conflict which might be especially 629 relevant in the sport environment (Vallerand, 2010) . For example, Vallerand et al. (2008b) found 630 that obsessive passion in sports fans to be predictive of negative consequences such as hate 631 towards opponents, mocking the supporters from rival teams, and partner relationships conflict. 632
The stream of research relating to work-family conflict in sport (e.g., Dixon & Bruening, 2007) 633 may be especially relevant to consider in terms of its relationship with obsessive passion in the 634 workplace. As pride has also been associated with organizational failure and antisocial behavior 635 when conceptualized in relation to narcissism (e.g., Bodolica & Spraggon, 2011), additional 636 consideration is also warranted for negative outcomes of this construct as well. 637
When considering the positivity indicated in the current study, attention should also be positive in the sport workplace setting then elsewhere, it could instead be that the threshold for 640 creating negative outcomes is simply pushed further along the continuum. Obsessive passion 641 could therefore also have a nonsignificant (or negative) relationship with positive outcomes in 642 the sport workplace that does not manifest until the level exceeds a certain threshold. That is, 643
while being passionate about one's craft could be a normative aspect of high achievement levels 644 in sport, it may not be until sport employees become excessively passionate about their work that 645 negative consequences materialize. Similar consideration is also needed in relation to job pride, 646
as it could be that going beyond an optimal range will instead lead to negative outcomes. 647
Employees who feel unrealistically important or overly preoccupied with their own status could 648 in turn become unconducive for teamwork and organizational performance objectives. For 649 individuals operating at a below-optimal level of obsessive passion, however, one potential 650 implication would be for managers in this setting to emphasize the exciting and self-esteem 651 enhancing aspects (e.g., Vallerand et al., 2003) of employment, which could in turn enhance the 652 cognitive involvement levels of these individuals. Future research is therefore needed to look at 653 how passion and pride levels may impact organizational outcomes across different work settings. 654
It should also be considered whether organizations would be better off targeting passionate and 655 prideful individuals in their recruiting efforts, or instead focus on augmenting these emotional 656 factors through human resource initiatives after employment. Additional managerial implications 657 include determining an appropriate balance between focusing on normal dispassionate business 658 objectives versus leveraging the emotional aspects that sport can offer. 659
Finally, the results of the current study provide support for Todd and Kent's (2009) 660 proposition that the sport industry contains areas of distinction in relation to employee passionate about an activity "cheat themselves out of some important positive outcomes" 663 (Vallerand, 2010, p. 182) , the findings here suggest this not to be the case for key organizational 664 outcomes in the sport workplace. These findings provide the first empirical evidence that passion 665 and pride play significant roles in fostering sport employee commitment and satisfaction, 666 cognitive involvement, and voluntary behaviors which are beneficial to the organization (e.g., 667
Todd & Kent, 2009). Managers should therefore look to incorporate passion and pride building 668 capacity into their organizational objectives, as these integral components of sport participation 669 also appear useful for individuals working in sport. As sport management scholars have noted 670 the importance of establishing distinct aspects of our discipline (e.g., Chalip, 2006; Slack, 1996) , 671 the role of emotion in the sport workplace represents another productive avenue toward realizing 672 this potential. 
